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Abstract 
The aim of the current study was to determine the factors associated with occupational stress and their relationship with 
organizational performance at university of Tehran. Results indicated that most of the employees experienced high degree job 
stress. Job stressors affecting most of the employees included: role conflict and role ambiguity, lack of promotion and feedback, 
lack of participation in decision making, lack of authority, workload, unsatisfactory working conditions and interpersonal 
relationships. These job stressors affected the general physical health of employees, their job satisfaction and performance as well 
as their commitment negatively. 
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1. Introduction 
1.1.  Short History of Governmental and Private Higher Education in Iran: 
     Modern institutions in Iran date back to the 19th century. However, the University of Tehran, as a pioneer, was 
established in 1934. Then, gradually, provincial and other national universities were established in the following 
four decades. During this period student population increased slowly so that the total enrolment reached 176,000 in 
1979.This number accounted for about 5% of the age group 18_24 years. Therefore, duration 65 years of higher 
education in Iran, the growth rate of the student population was very low during the first four decades. After the 
1979 Islamic Revolution, enrolment in higher education increased rapidly. The proportion of student population to 
the 18_24 year’s age group reached 16% in 1996 from 7% in 1989. At present, total enrolment at institutions is 
about 1,300,000; 47% of students are studying at government institutions and 53% at private institutions. Growth 
rate of enrolment at private institutions has been remarkable. Average growth rate of student population at the 
government institutions, during 1989_97, was9.8%, while that of non-government institutions was20.8 % 
(Bazargan, 2000). 
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    This increase was mainly due to the establishment of a non-government university called Islamic Azad 
University (IAU). The IAU, which was founded in 1983, mobilized local resources and assistance. 
     This initiative, within a short period, covered many urban centres throughout the whole country. There are more 
than 130 IAU units around the country. In 1997, enrolment at the IAU system accounted for about 51% of the total 
enrolment in higher education. Considering that the population has almost doubled in the past 20 years, it is of 
interest to note that the growth rate of students was much higher than the population growth. The number of students 
per 100,000 populations which was 9.1in 1989 and increased to 34.9 in 1997.With respect to the vital role of higher 
education in training of manpower, in Iran, as under developing country, qualitative and quantitative development of 
higher education considered as unavoidable principle. 
     Keshavarz et al. (2010) conducted research titled ″Comparative survey of quantitative development trend  and 
development situation of universities in private and governmental higher education of Islamic Republic of Iran″. 
The Main goal of this research was to study trend development of quantitative private higher education institutions 
in Islamic Republic of Iran and to compare it with governmental higher education institutions. The study was an 
applied one and the research method was survey - descriptive. Population of the study included all private and 
governmental higher education institutions (nongovernmental universities, Islamic Azad University) in Islamic 
Republic of Iran. To make in - depth examination, a census was conducted and with use of documentations related 
to higher education required information was collected. On the other hand, evidences showed that during the two 
recent decades, governmental facilities and budgets was not sufficient. Thus, establishment, development and 
tooling of private and nongovernmental universities and institutes received considerable attention, the most 
prominent case being Islamic Azad University. So, Islamic Azad University students are more than others.  
     Regarding the effective role of this sector, it is crucially important to gain useful knowledge about private and 
governmental higher education institutions as well as to have plans for its future. Thus, the research, discussed 
backgrounds of   the establishment of private higher education  as well as its developmental trend in some countries; 
then, in the light of the presentation a short history of private higher education in Islamic Republic of Iran, we 
investigated Iran’s developmental trend in both private and governmental higher education institutions. With 
reference to research questions of the above-mentioned research, it was shown that 741 higher education institutions 
were active in Iran in the academic year 2007-2008. More than half of these institutes i.e., 480 were private; 
whereas, in 1981-1982 only 9 branches of Azad University, which is a private university, were active. The number 
of branches of Azad University grew to 220 in 2007-2008. In general the rate of students' registration in private 
higher education institutes has been twice as many as in governmental ones. The rate of registration in post graduate 
studies in private higher education institutes increased in comparison to governmental higher education institutes. In 
1998-2008 The trend of registration of female students' in governmental higher education institutes had increased 
considerably in comparison to private higher education institutes, the number of faculty members and visiting 
professors had increased in both private and governmental higher education institutes; however, the increase cannot 
still meet the demands. (keshavarz et al, 2010). 
1.2. Stress and organizational performance 
     The stress experienced by different occupation types and job roles has been discussed in many studies with a 
number of different occupations being described as experiencing above average levels of stress, such as teachers 
(McCormick, 1997; Johnson et al, 2005; Brown & Uehara, 2008). Furthermore, role demands could be stressful 
when they are excessive (role overload) (Johnson et al, 2005). For instance, academic overload comes when teachers 
experience increased responsibilities .The daily interactions with students and co-workers and the incessant and 
fragmented demands of teaching often lead to overwhelming pressures and challenges, which may lead to stress 
(Brown & Uehara, 2008). Several studies have revealed that both role conflict and role ambiguity are associated 
with low satisfaction, absenteeism, low involvement, low expectancies and task characteristics with a low 
motivating potential and tension, which all affect the productivity and efficiency at the organisation (Conley & 
Woosley, 2000; Koustelios et al, 2004; Nwadiani, 2006; Chang and Lu, 2007). Role ambiguity refers to the 
uncertainty, on the part of employees, about key requirements of their jobs, and about how they are expected to 
behave in those jobs (Nhundu, 1999; Conley & Woosley, 2000; Koustelios et al, 2004).  
      Role conflict occurs when different groups or persons, with whom an individual must interact hold conflicting 
expectations about that individual's behaviour and can result from inconsistent information (Koustelios et al, 2004; 
Johnson et al, 2005; Nwadiani, 2006; Chang and Lu, 2007). 
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     Research has shown that organizational change, such as downsizing, implementation of new equipment or plant 
and restructuring, can and often does lead to stress and increases in injury/illness (Savery & Luks, 2001; Morris et 
al, 2006). In a study conducted by Sharpley and co-workers (1997) on university staff, the most commonly reported 
sources of job stress were (in order of frequency): “lack of regular feedback about how well I am doing my job”; 
“lack of promotion opportunities”; “uncertainty about how amalgamations will influence me”; “overwork”; “being 
expected to do too much in too little time”; “lack of necessary equipment and/or infrastructure support”. Lack of 
participation by workers in decision making, poor communication in the organization (Reskin, 2008), lack of family 
friendly policies, poor social environment and lack of support or help from co-workers and supervisors as well as at 
home as considered job stressors (Dua, 1994; Johnson et al, 2005).  
     Unpleasant or dangerous physical conditions such as crowding, noise, air pollution, or ergonomic problems 
(Smith, 2000; Fairbrother & Warn, 2003; Manshor et al, 2003; Reskin, 2008) as well as unrealistic deadlines, low 
levels of support from supervisors are known to cause occupation stress (Johnson et al, 2005). Selye (1974) 
suggested that learning to live with other people is one of the most stressful aspects of life (cited from Manshor et al, 
2003). For teachers who move into unfamiliar cultures, acculturative stress can cause lowered mental health (e.g., 
confusion, anxiety, depression) and feelings of alienation; those who feel marginalized can become highly stressed. 
In addition, stress is created when politics rather than performance affect organizational decisions. Office politics 
can be profoundly stressful for professional and white-collar workers (Larson, 2004; Chang and Lu, 2007). 
    Working in a large, hierarchical, bureaucratic organization where employees have little control over their jobs can 
be very stressful. A supervisor's autocratic management style often results in high turnover, high absenteeism, and 
low morale among their subordinates. A lack of effective communication within an organization, excessive red tape, 
and seemingly endless paperwork was very stressful for internal auditors (Gmelch and Burns, 1994; Larson, 2004; 
Vakola & Nikolaou, 2005; Chang and Lu, 2007; Brown & Uehara, 2008).  
     Stress is associated with impaired individual functioning in the workplace (Smith, 2000) and a major impediment 
to organizational success (Noblet, 2003). More recent estimates suggest that some 91.5 million working days are 
lost each year through stress-related illness (Smith, 2000). Negative effects include reduced efficiency, decreased 
capacity to perform, dampened initiative and reduced interest in working, increased rigidity of thought, a lack of 
concern for the organisation and colleagues, and a loss of responsibility (Dua, 1994; Fairbrother & Warn, 2003). 
    Moreover, stress is associated with reduction in output, product quality, service or morale (Ben-Bakr et al, 1995; 
Brown & Uehara, 2008), increased wages/overtime payments, organisational sabotage, all which add costs to the 
organisation (Lim & Teo, 1996; Brown & Uehara, 2008). Teachers in particular represent a large proportion of 
work-related stress claims. These claims cost school systems billions of dollars in medical costs, substitute teachers, 
and disability payments (Brown & Uehara, 2008).  
2. Method 
2.1. Participants 
     A total of 135 male and female employees from different departments and with various educational levels in 
university of Tehran, were randomly selected from among staffs working at College of Psychology & Education. 
Both males and female employees from different age groups i.e. less than 25 years to above 40 years were eligible 
for inclusion in the study. The sample comprised of 87 males and 48 females. 
2.2. Instruments 
     Data was obtained from researcher-made structured questionnaire. The items included were selected based on 
previous studies. The questionnaires were validated by management science experts and the reliability of them were 
0/96 and 0/85 
2.3. Statistical procedures 
     Inferential statistical analysis was carried out by using SPSS. Descriptive statistics were used to determine the 
mean. Frequencies were used to determine the number and percent of participants suffering from job stressors and 
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for background information about the employees. In scoring, the average score was calculated for each subject’s job 
stress and then this score was recorded as low job stress (indicated by the average score of 1.00 to 1.50), medium job 
stress (1.51 to 2.00), or high job stress (2.01 to 3.00). The overall mean score for the sub-categories of job stressor 
was then calculated. Previous studies followed similar way of scoring (e.g. Dua, 1994; Sharpley et al, 1996). 
 
3. Results 
3.1. Job stressors affecting all the employees included (n = 135): 
    “Lack of participation in decision making and lack of authority” were considered high degree job stress affecting 
most of the employees at university with a mean score of 2.34. This job stressor was on average reported by 84.8% 
of the employees. Moreover, within this job stressor, 95.7% of the employees reported that they had either “little 
chance/scope in contributing to decision making at institutional level in terms of academic policies” or “little 
chance/scope in contributing to decision making at faculty level in terms of academic policies”. 
      Moreover, lack of promotion, development and training opportunities and lack of job feedback were also 
considered high degree job stress with an overall mean score of 2.11. Employees (73.7%) suffered from this stressor 
with 92% stating that “policies rather than performance determine who should be promoted in my department” 
followed by 90.7% “not knowing how my supervisor evaluates my performance”.  
Furthermore, results revealed that role conflict and role ambiguity were a medium degree stress with an overall 
mean of 1.86 and affecting 77.8% of the employees. In this job stressor, 93.7% reported that “they have to do things 
that should be done differently” followed by 94% “receiving too much pressure from too many people”. Finally, 
working conditions were medium degree stress with a mean score of 1.9 and 56.5% were suffering from this 
stressor. “The problem of understaffing in my department” affected 88.7% of the employees in this job stressor 
category followed by 84% finding it “difficult to agree with this university’s policies on important matters relating 
to its academic policies”. Furthermore, 76.3% of the employees complained from workload with an overall mean 
score of 2.29; thus making workload a high degree job stress. Large percent of employees (96%) within this stressor 
stated that “the university really inspires the very best in me in the way of job performance” followed by 93.7% of 
them reporting that “the overall concept in the university is to work until the job is done”. 
3.2. The impact of job stressors on organizational performance: 
      Job stress affected employees’ physical health and that was shown by the large percent of employees (88%) 
reporting that they “suffered more than two times from illness during last six months (e.g. muscle tension, nausea, 
vomiting, increased heart rate etc.)” and were “absent more than two days from work due to medical problem in the 
last six month”. The influence of job stress on job performance and satisfaction was reported by most of the 
employees (95.1%). Although, these employees were “proud to tell others that they are part of the university”, most 
of them (90%) were “working with little efficiency compared to their first month”. On average, 81.7% of the 
employees reported that job stress affected their overall commitment to their job. Although, nearly all the employees 
(98.3%) stated that they “cared about the future of the university” and were “willing to put in a great deal of effort 
beyond that normally expected in order to help the university to be successful”, they showed little job commitment 
by reporting that there “is not too much to be gained by sticking with this university” and “if they had a chance to 
advance professionally by going to another university, they would go”. 
4. Conclusion 
     Findings in a study conducted by others (e.g. Sharply et al, 1997; Noblet, 2003; Johnson et al, 2005; Timms et 
al, 2007) on university staff were similar to those shown in the current study. Unlike the study by Sharpley and 
others (1997) in which university employees suffered moderate job stress, the employees in the current study 
suffered high job stress level. Similar effects on the organisational performance were reported previously (e.g. Dua, 
1994; Fairbrother & Warn, 2003).  
     Findings indicated that the employees suffered high levels of job stress. The job stressors affecting the employees 
included role conflict and ambiguity, lack of promotion opportunities and feedback, lack of participation in decision 
making, excessive workload, unsatisfactory working conditions and interpersonal relations. The reported stressors 
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were found to have positive and/or negative association with the physical health of the employees, their performance 
and overall satisfaction about their jobs as well as their commitment. Although the current study did not assess the 
effect of the stressors on the students themselves, such job stressors and their impact on the organisational 
performance of employees would eventually affect the students at the university. The university needs to elevate the 
situation and resolve all the factors affecting the employees which might help in reducing the costs incurred when 
the trained, well experienced employee and/or the student leave the organisation. It is always more expensive to 
recruit new customers than keep the old ones.  
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